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The turn over intention has dramatically caused high turnover among Malaysian unskilled workers in 
oil palm industry. Therefore, this study was to determine the level of local unskilled workers 
perception of turnover intention and provide additional insight for the industry players and policy 
maker to identify the needs and characteristics of the Malaysian employees to them to work in the oil 
palm plantation in future. This research used quantitative approach and cross- sectional method to 
address the current scenario in the oil palm plantation. Data were obtained from a field survey of 347 
oil palm plantation employees all over Malaysia. A descriptive and cross-tab analysis was used to 
analyse the data.  Findings of the research revealed the workers’ demographic characteristics namely 
age, gender and work tenure have the intention to leave. This research described that majority of 
respondents (58.5%) has intentions to leave from present job to another industry. Finding also found 
higher salary and allowance and free health service are keys to higher motivations. It was also 
suggested that employers should provide an attractive benefits package as a strategy to attract and 
retain workers. 
 




Introduction   
 
When a vacancy caused by voluntary or forced, then a new employee to be taken and retrained and 
this process is called employee turnover (Hussain et al., 2013). Turnover will cause costs to rise when 
hiring a company re-employment as well as a negative impact on the quality of service or product 
(Boudreau, 1992). Moreover, Sarminah (2006) revealed that employers will be lost of benefits and 
friendships due to the loss of workers technical skills and experiences. Predictors of turnover 
behaviour have historically been the primary focus of the literature (Maertz et al., 2007). Turnover is 
influenced by several factors that could predict turnover intention (Sarminah, 2006).  
 
Malaysia still depends on the agricultural sector to catalyst economic growth, employment 
opportunity, and food security. Interestingly, the palm oil industry as contributed RM67 billion for 
GNI in 2018. However, the increase in oil palm planted area to 5.81 million hectares (Kushairi et al., 
2018) has led to the demand of the labor market, particularly the oil palm industry has risen. 
Subsequently, most oil palm estates face labour shortages especially on Malaysian unskilled workers 
and the trend is rising every year (Azman, 2014). The utilization of the local unskilled workforce in 
the palm oil sector is very limited and it has led the country to continue to over dependent on foreign 
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workers.  In addition, the local worker turnover intention in this sector also high (Zaki et al., 2015). 
When there is competition for the local workforce, the estate is willing to offer the best deals to attract 
workers and treat the phenomenon of employee turnover is high among oil palm plantation workers. 
Turnover among local workers in oil palm plantations can cause terrible effects.  Therefore, a study on 
turnover among local unskilled workers in oil palm sector is vital to determine the level of their 
tendency to shift to another sector and understand the factors that influence them. The main objectives 
of this research are to investigate the contribution of demographic and motivation factors on intention 
to quit among local unskilled employees in oil palm plantation and to determine the turnover intention 





The dependent variable of the study is turnover intention. Meanwhile, demographic and motivation 




Jacob and Roodt (2007) defined turnover intention as an individual decision making either to remain 
or quit the organization. Turnover intention is associated to turnover behaviour and roles as an 
immediate indicator to genuine turnover (Salahudin et al., 2016). Lashley (2000) conceptualizes 
employee turnover to two groups namely as avoidable and the unavoidable situations. He explains the 
avoidable situations as little salary, physical difficulty of nature of work, work load, poor 
administration styles, lacking training support, stress, uncomfortable working environments and 
transportation insufficient. Meanwhile the unavoidable as pensionable, disability, accident, wedding, 
delivery leave, further study reasons and others. Moreover, Moore (2000) agreed that worker's 
intention to leave is a clear signal of the definite quit. This statement supported by Theory Planned 
behaviour, conceptualize that intention to accomplish a specific attitude is the good predictor of the 
behaviour (Fishbein and Ajzen, 1975).  Although Sauza-Poza (2007) found that only 25% a turnover 
intention led to a definite turnover, Price (2001) recommended the turnover intention concept as an 
option in measuring real turnover. The rates of employee turnover are the essential elements that 
determine the success of the organizations, the lower rate of turnover will give an advantage to the 
organization (Akova et al., 2015). Therefore, lower turnover levels are important for organizations in 
order to continue their operations (Baum, 2006).  Thus, it’s essential for the institutions to have better 




Previous studies found that demographic factors are related to turnover intention (William and Hazer, 
1986). Luthans et al. (1987) defined the demographic factors namely age, gender, marital status, 
working experience and education level. Cotton and Tuttle (1986) revealed age, work tenure and 
income are factors that have a significant relationship with turnover intentions. Meanwhile, Sarminah 
(2006) found that demographic factors such as gender, age, work tenure are negative and significantly 
on turnover intention. 
 
Studies by Xu (2008) also depicted that gender has a significant relationship with turnover intention. 
She conducted her studies among IT staff in Malaysia. Meanwhile, Chong et al. (2013) found that 
female employee has higher turnover intention among academic staff.  
 
Ng and Feldman (2013) defined work tenure as a period of times; an individual has been employed by 
the present organization. Previous studies have determined work tenure is inversely related with 
turnover (Lewis, 1991). Moreover, Farber (1999) mentioned that fewer tenured workers left more 
often because they are younger and receive less salary. Instead, if the workers have long work tenured, 
it’s will less inclined to quit the current profession because they incline to be more secure benefits 
such as in pension schemes that are forfeited on withdrawal (Ippolito, 1987).  





However, there are limited studies investigated the effect of demographics namely, age, gender and 
work tenure factors on local workers in oil palm plantation turnover intentions. Then demographic 
factors should be investigated to determine the relationship with the intention to leave by the workers 
(Akova, 2015). In addition, a good understanding of demographic elements may give a different view 
in handling workers (David, 2011). Furthermore, previous study results inconsistencies with respect to 




Motivation factor is a vital element at the workplace due to productivity and effects the   organization 
performance. However, each individual has need different motivation (Susan, 2019). Lindner (1998) 
defined motivation as the inner force that brings individuals to achieve personal and organisation 
goals. They are several motivation factors studied by past researcher such as job security, freedom, 
promotions, appreciation of work done, working condition, salary (Zaki et al., 2015; Aarabi et al., 
2013; Lindner,1998). Meanwhile, Johnston et al. (1993) posited that promotions are commonly known 
as wages increases and subsequently affect lessen withdrawals. Moreover, Griffeth et al. (2000) 
revealed that individual satisfaction will influence them to remain in the organization. In addition, 
social exchange theory conceptualizes that work satisfaction has an insignificant relationship with 
worker turnover (Lee and Hong, 2011). Likewise, workers might encourage to voluntarily resigning 
due to the stressful nature of their work environments. If the workers believe the organizations can’t 
fulfill their needs, they will quit the jobs (Hidayati & Fadilah, 2015). Specifically, this study focuses 
on five motivational factors namely, (a) higher salary and allowance, (b) free health service, (c) career 
development, (d) retirement scheme and (e) working environment. The ranked important of 
motivational factors of employees at oil palm plantation provide useful information for the palm oil 
industry in Malaysia. Thus, this study will determine the motivation factors that would influence the 





The dependent variable was the turnover intention and the independent variables were demographics 
namely age, gender and work tenured and motivation factors. The study was conducted in oil palm 
estates throughout Malaysia and restricted to unskilled local workers. 
 
Unskilled workers are defined as an individual who is employed in an oil palm plantation as a general 
worker, harvester, checker, weeded and driver.  There were 66,312 locals who are working in the oil 
palm plantations at various job levels throughout Malaysia. The research instruments were modified 
and adopted from Siti Fardiana (2004), Yim et al. (2014) and Christina (2012). This study used a five-
point Likert scale (1=’strongly disagree’ to 5= ‘strongly agree’) to assess all items. Descriptive, 
frequency, and cross-tab analysis was employed in this study. Managers of all oil palm estates were 
contacted via email regarding this study to seek voluntary participations from their employees. 
Questionnaires were distributed to the respondent in small groups to be completed during works hours 
and were returned directly to the enumerator. The response rate is 86% (347 out of 403) and the 
sample size is acceptable (Sekaran & Bougie, 2013).  This research examined the ranked importance 





Demographic Profile  
       
Three demography factors which could have influenced individuals to turn to other sectors, namely, 
gender, age and work tenure were investigated. The result shows the level of the tendency of unskilled 
workers to turnover within the next six months. 
 
 













      Gender 
Male 155 95 250(72%) 
Female 48 49 97(28%) 
Total 203(58.5%) 144 347(100%) 
 
Table 1, which demonstrated the respondent’s gender. Male employees represented 72% and women 
constituted 28 %. The uneven composition between the genders is due to the lack of suitable jobs for 
women. Moreover, this oil palm industry is more suitable for men because of the 3D (dirty, dangerous, 
difficulty) perception (Zaki et al., 2015). The results show that a total of 155 male employees (62%) 
out of 250 male workers and a total of 48 female employees (49.5%) out of 97 female workers had the 
intention to shift to other sectors. The total number of respondents who had the tendency to leave is 
58.5%. 
 
Table 2 shown the distribution of the age group and categorized into five groups: 18-25 years age 
group (22.2%), 26-35 group (25.4%), age group 36-45 (27.6%), age group 46-55 (20.5%) and age 
group more than 56 years was 4.4%.  The aged group of workers range 18 to 25 years had a high 
tendency to change jobs, which were as many as 59 people or 76.6%, followed by the age group of 26 
- 35 years with a total of 61 respondents (69.3%). The age groups of 36 – 45, 46 - 55, and those older 
than 56 totalled 50 (52.2%), 27 (38%), and 6 (40%), respectively. 
 




Turnover Intention Categories Total 
Yes No 
Age 
18 – 25 59(76.6%) 18 77(22.2%) 
26 – 35 61(69.3%) 27 88(25.4%) 
36 – 45 50(52.2%) 46 96(27.5%) 
46 – 55 27(38%) 44 71(20.5%) 
> 56 6(40%) 9 15(4.4%) 
Total 203 144 347(100%) 
 
Table 3, illustrated the work tenure of the respondent and grouped into five categories, which are less 
than one year (12.4%), one to five years (42.6%), six to ten years (21.9%), 11 to 15 years (7.8%) and 
group more than 16 years was 15.3%. The results indicated the group of work tenure less than one 
year had a high intention to quit jobs, which were as many as 31 respondents or 72%, followed by 
those in the group of 1-5 years with a total of 90 employees (60%). The groups of 6-10, 11-15, and 
those are works more than 16 years totalled 40 (52%), 16 (59%), and 26 (60%), respectively. 
 
Table 3: Crosstabulation between Work tenure and turnover intention 
    
 
Demographic 
Turnover Intention categories Total 
Yes No 
Work Tenure 
< 1 year 31(72%) 12 43(12.4%) 
1-5 year 90(60%) 58 148(42.6%) 
6-10 year 40(52%) 36 76(21.9%) 
11-15 year 16(59%) 11 27(7.8%) 
>16 year 26(60%) 27 53(15.3%) 












A total of five motivation factors items which may have influenced respondents to work in this sector 
were identified, and are listed in order of priority of their needs in Table 4. Respondents measured 
their level agreement on a five- point Likert scale ranging1= ‘strongly disagree’ to 5= ‘strongly agree’. 
Table 4, it was identified that respondents rated the higher salary and allowances as the main reason 
that influence them to be in this industry, followed by free health service, career development and 
retirement scheme. However, they are not scarified with the working environment. 
 
Table 4: Motivation factors 
 
Items Mean  Standard Deviation Ranking 
Higher Salary and allowance 























The number of male respondents was 80%, while female respondents constituted 20%. The results 
showed that majority of respondents 58.5% have the to quit from the current employer. Most of them 
are male, young generation and new recruitment.  
 
The finding demonstrated male respondents have higher turnover intention compare the female 
employees. The inclination to shift jobs was high among male workers, whereby about 62% intended 
to do so in the future and female 49.5%. This result contradicts from the past studies. Chen and 
Francesco (2000) have conducted a study in China that found female employees are less committed to 
the organization and have a higher intention to quit compared to male employees. The male 
respondents have intent to leave, may due they assumed that working in oil palm plantation in long 
run, they will not achieve the expectation goals. 
 
The age factor had a significant impact on the respondent in regards to changing jobs. The finding 
revealed that 71.3% intended to move the work is Y Generation, which aged between 18 years to 35 
years. In other words, the younger they are, the higher their intention to leave the oil palm industry. 
This finding similar to Kabungaidze and Mahlatshana (2013) which revealed that young teacher is 
willing more to “job hop” to other sectors. Interestingly, the results demonstrated the respondent’s 
intentions to quit are lower when they are older. This statement supported by Lewis (1991) that found 
young individuals have high turnover, but continuously declines as employee aged. Another reason, 
they are still young and need to develop them to have a better livelihood.  
 
The results indicated that respondents with shorter tenure has higher intention turnover compared with 
respondent with longer tenure. Interestingly, this finding similar to Lim (2001), who found that 
Malaysian employees was active job hopper within three years after they attached with the 
organization. In similar notes, Hokanson et al. (2011) revealed that the X and Y generation have an 
average of three years of employment tenure. In addition, Maden (2014) mentioned the long-tenured 
workers are keen to stay in the organization due to the benefits and compensation provided by the 
organization to increase worker length of tenure, employers should have retention policies that provide 
the employee with the vast prospect to continue working with the organization such as recompense the 
employee’s good performance. This strategy has been proven by past scholars.  
 
The results shown that the motivation factors influencing their decisions to remain working in the oil 
palm plantation were, in order of priority is to get (1) high salary and allowance, (2) the organization 
need to provide free health services, (3) career development, (4) retirement scheme and lastly (5) 
working environment. The results demonstrated that motivation factors such as high salary and 





allowance, provide free health service, career development and retirement scheme are encouraging 
factors for the workers to remain with an organization. This statement supported by Bouckenooghe et 
al. (2013) who agreed that rewarding system such as pay for performance could retain the employee 
with the organization. In similar notes, Menefee and Murphy (2004) and Nazirah et al. (2019) 
mentioned that several factors such as good salary, job satisfaction, promotion opportunities, 
satisfaction with benefits, and feel satisfied with the working environment would led them to remain in 
organization. However, to overcome the challenge in the working environment, the organization needs 
to create a culture such as relationship, recognition, involvement and communication in which 





It has been confirmed in this study which has investigated the effects of the demographic factors and 
motivation factors of the employees in oil palm plantation towards turnover intentions. The intention 
to quit among workers are high due to the fact that there are a lot of opportunities being offered by 
other industries such as services, manufacturing’s, constructions and etc. In addition, the key reasons 
for quit are due to achieved their needs and looking for better livelihood. 
 
To conclude, the findings of this research would assist the policy marker, managers to revise program 
and strategies to overcome turnover issue among the local workers in oil palm plantation as well as to 
ensure higher productivity, low cost of production and effectiveness in the organization. The key 
element to enhance the motivation is provides the variety and quality of training options to the 
employees. Moreover, organization must find innovative ways to keep their employees motivated. 
This study is limited to several factors that encouragement turnover among the local workers. Thus, in 
any future study, it is suggested that the education factors, location could influence workers’ 
tendencies to move to other sectors to be examined. This finding is important to reduce high workers 
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